Women in the Workplace: The Impact of Earning Potential Empowerment and the Work-Life Balance by Rodriguez, Alysha-Beth
City University of New York (CUNY)
CUNY Academic Works
Dissertations, Theses, and Capstone Projects Graduate Center
9-2017
Women in the Workplace: The Impact of Earning
Potential Empowerment and the Work-Life
Balance
Alysha-Beth Rodriguez
The Graduate Center, City University of New York
How does access to this work benefit you? Let us know!
Follow this and additional works at: http://academicworks.cuny.edu/gc_etds
Part of the Women's Studies Commons
This Thesis is brought to you by CUNY Academic Works. It has been accepted for inclusion in All Graduate Works by Year: Dissertations, Theses, and
Capstone Projects by an authorized administrator of CUNY Academic Works. For more information, please contact deposit@gc.cuny.edu.
Recommended Citation
Rodriguez, Alysha-Beth, "Women in the Workplace: The Impact of Earning Potential Empowerment and the Work-Life Balance"
(2017). CUNY Academic Works.
http://academicworks.cuny.edu/gc_etds/2306
 i 
 
 
 
 
 
 
WOMEN IN THE WORKPLACE: THE IMPACT OF EARNING POTENTIAL 
EMPOWERMENT AND THE WORK-LIFE BALANCE 
 
 
by 
 
ALYSHA-BETH RODRIGUEZ 
 
 
 
 
 
A master’s thesis submitted to the Graduate Faculty in Liberal Studies in partial 
fulfillment of the requirements for the degree of Master of Arts, The City University of 
New York 
 
2017 
 ii 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
© 2017 
ALYSHA-BETH RODRIGUEZ 
All Rights Reserved 
 iii 
Women in the Workplace: The Impact of Earning Potential Empowerment and the 
Work-Life Balance 
 
by 
 
Alysha-Beth Rodriguez 
 
 
This manuscript has been read and accepted for the Graduate Faculty in Liberal 
Studies in satisfaction of the thesis requirement for the degree of Master of Arts. 
 
 
 
Date       Ruth O’Brien 
Thesis Advisor 
 
 
Date       Elizabeth Macaulay-Lewis 
Executive Officer 
 
 
 
THE CITY UNIVERSITY OF NEW YORK 
 iv 
ABSTRACT 
Women in the Workplace: The Impact of Earning Potential Empowerment and the 
Work-Life Balance 
by 
Alysha-Beth Rodriguez 
 
Advisor: Ruth O’Brien 
Gender inequalities may be observed in different fields. When women choose to pursue 
career growth, they need to be ready to encounter significant challenges to find the 
balance between their professional and personal lives. This thesis discusses the 
hypothesis that modern US women occupying executive positions in the field of finance 
may achieve a work-life balance if certain internal and external factors are taken into 
consideration and evaluating the situation when women can or cannot achieve a work-
life balance. The purpose of this thesis is to examine the role of earning potential in 
women’s careers as a factor in navigating the conflicting dynamics between career and 
family without having to make any sacrifices such as relocating or traveling for their 
career or having less face time with their children. This thesis will explore the 
background to women’s search for a work-life balance and their approach to inequalities 
in the workplace and analyze the literary sources published after 2000 about women 
and their attempts to achieve equality with men in finance.  
 
Keywords: work-life balance, workplace, workforce, women and men, gender roles 
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Introduction 
“Let me know when your whole life goes up in smoke. Means it’s time for a 
promotion.”1 The citation is taken from the US film, The Devil Wears Prada, starring 
Meryl Streep and Anne Hathaway, and clearly divulges the theme of work-life balance in 
a rich way. It is difficult for people to be successful within a family and at work 
simultaneously. Some people need to pursue jobs and think about their career 
development in order to succeed and achieve positive results, while others prefer to 
have a family and raise children and not to place priority on their careers to their 
personal lives. In fact, The Devil Wears Prada is an informative movie about how crucial 
work-life balance for women can be, and why employers are not ready to understand 
their employees’ aims or empathize with them in order to be more considerate and 
compassionate. “You sold your soul to the devil when you put on your first pair of Jimmy 
Choo's, I saw it.”2 Paralleled to long-ago when women were restricted to nursing and 
nurturing obligations in the confines of their homes, this movie also illustrates the 
uprising of women in the workplace. Additionally, women are compelled to make 
choices and foregoing ample just to meet the demands of balancing work, family, and 
the desire to create a positive regard in society and be independent. Still, there is also a 
cluster of people who try to expose the work-life balance and the conditions under which 
work and life can be for pleasure and not feel like an unbalanced seesaw. There is also 
a body of people who are trying to find a good work-life balance and to work and live 
with pleasure and instead of obligation alone.  
                                                  
1. David Frankel,The Devil Wears Prada, perf. Anne Hathaway and Meryl Streep (United States: 
20th Century Fox, 2006), DVD. 
 
2. Ibid. 
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Work-life balance is the degree to which a person is able to control their personal 
and professional lives and stay satisfied with both roles in equal measure, and the 
outcomes of such balance may vary.3 The differences between attitudes to work-life 
balance have historical roots and vary in different fields. Nursing and finance are the 
two spheres in which attitudes to the role of women have undergone considerable 
change in the past few decades. Work-life balance is a fast-changing concept that is 
based on the rise of feminism and the creation of a new set of needs and expectations. 
In fact, the progress of feminism in the 21st century has brought many changes to US 
society. These changes began with the rediscovery of the role of female artists, the 
importance of women in art, and the ability of women to write and to investigate and 
promote of progress.4 The issue of women in the workplace remains crucial from many 
perspectives. The feminist ideas have introduced a new direction for people to follow in 
explaining the implementation of social changes. 
Today, more than ever before, women are an integral part of the workforce. At 
the beginning of the 20th century, several career opportunities in the fields of nursing 
and teaching were available to women. In the 1970s, women were able to participate in 
an expanded sector of the workforce, including educational and professional growth 
related to an employees’ current or future career goals.5 In the US, women and men 
                                                  
3. Tara Tavassoli and Albert Suñé Torrents, "Research Proposal on the Outcomes of Work-life 
Balance in Spain and Iran," Pàgina Inicial De UPCommons, October 27, 2015, accessed June 25, 2017, 
http://hdl.handle.net/2117/78328. 
 
4. Martha Easton, "FEMINISM," Studies in Iconography, 33, 99-112, 2012, accessed May 31, 
2017, http://works.bepress.com/marthaeaston/6/. 
 
5. "Women At Work," U.S. BUREAU OF LABOR STATISTICS, March 2017, 1, accessed May 30, 
2017, https://www.bls.gov/spotlight/2017/women-at-work/pdf/women-at-work.pdf. 
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have a right to participate in specific activities such as continuing education and taking 
on new challenges for their own demands and needs. For example, women spend on 
average 26 to 28 hours per week working regardless of their age, in comparison to men 
whose average working hours varies considerably with age (27 hours per week for a 24-
year-old man and almost 40 hours for a 34-year-old man).6 In addition, substantial 
attention is given to working women and the positions they occupy. Women with 
successful careers demonstrate progress towards gender equality in the United States. 
However, while women are gaining acceptance and success in business, the existing 
patriarchal aspects of society continue to influence women’s lives and careers. It is 
necessary for women to learn how to achieve a balance between their professional and 
personal lives and accept any obstacles to their attempts by demonstrating their best 
skills and knowledge. 
Despite numerous attempts to provide women and men with equal opportunities 
in different fields, industries such as nursing and finance remain two of the most 
controversial in this regard. Nursing and finance challenge women in several different 
ways. Women working as nurses and developing their careers in this field find that their 
salaries differ considerably from those earned by men. Women suffer from the existing 
gender gap.7 Finance is a field in which a low number of women occupy senior 
positions, however latest research reveals that this situation can be improved when 
steps are taken to not only recognize that a problem does indeed exist but also develop 
                                                  
6. Ibid., 3. 
 
7. Lindsay Tanner, Associated Press, "Women Dominate Nursing Field, Yet Men Make More," 
USA Today, March 25, 2015, accessed July 15, 2017, https://www.usatoday.com/story/news/nation-
now/2015/03/25/male-nurse-gender-pay-gap-women-nursing/70419356/. 
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alternative solutions. Evaluating a historical perspective of the fields of nursing and 
finance helps to clarify why women and men have access to different opportunities 
within the same field and what the specifics of the balance between work and family 
are. 
Attention must be paid to types of families and the roles of women within them. 
While single women and women who are married without children are free to devote 
their energy and attention to their careers, for women with children attention is divided 
between their professional and personal lives. This requirement creates a conflict in 
managing many components of life, including personal needs, career demands, and 
personal and professional satisfaction. After all, if a woman is expected to devote all her 
energy and attention to her career, she may have no energy for her family relations. The 
value of balance cannot be neglected, and numerous discussions are developed in this 
thesis to demonstrate its importance and recognition in society. This balance is often 
referred to as a work-life balance and it appears to be an elusive concept in some 
women’s lives.8 There are many advocates and critics of this issue who argue their 
positions fiercely. However, the existing controversy seems to be no closer to a 
resolution, either theoretically or in practice in the workplace. O’Brien, Jones, 
Fredrickson, and Mumby take the position of supporting the idea of work-life balance 
and provide suggestions on how to be a successful professional and a good mother. 
Farmer and Greene question the possibility of the work-life balance and challenge 
women who are eager to successfully achieve it. Women succeed as career mothers or 
                                                  
8. G. Delina and R. Prabhakara Raya, "Dilemma of Work-life Balance in Dual-career Couples - a 
Study from the Indian Perspective," IRACST – International Journal of Commerce, Business and 
Management (IJCBM) 2, no. 5 (October 2013): 274, doi:10.1504/ijicbm.2016.073391. 
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fail at that opportunity because of the need to sacrifice.9 Taking into consideration the 
approaches and aspects discussed by these four supporters of the potential for work-life 
balance and the facts cited by these two opponents of the idea, it is possible to argue 
for a positive view of it and to develop a hypothesis relying on the achievements. 
Significance of the Problem 
The issue of work-life balance in women’s lives has deeper ramifications in 
comparison with aspects such as whether women demonstrate the same losses and 
gains as their male counterparts. The conflict associated with this issue, and whether it 
can be resolved, speaks to a larger issue of gender equality in the US. If women do not 
have equality in the workplace, it is likely they do not have equality in other areas. If 
women are expected to be the nurturers in a family, even when they have successful 
careers, it is expected that they will sacrifice their careers for the sake of their families. 
The issue of work-life balance is not only a matter of personal concern. It is a challenge 
that must be addressed by representatives in various fields in order to move towards 
greater gender equality in all areas of life. Today, more than 70% of women with 
children under 18 years participate in the labor force, and only 40% of women are 
satisfied with the conditions they are provided with.10 
                                                  
9. Ruth O'Brien, Bodies in Revolt: Gender, Disability, and a Workplace Ethic of Care (New York: 
Routledge, 2005), 5. 
 
10. "Women's Bureau (WB) Mothers and Families," U.S. Department of Labor, August 2014, 
accessed May 31, 2017, https://www.dol.gov/wb/stats/mother_families.htm. 
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Research Objectives 
Different ideas and approaches are investigated to clarify whether the idea of the 
earning potential empowerment of executive-level women in the sphere of finance can 
be used to achieve a work-life balance in order for her to succeed as an organizational 
leader in a company while also being a successful mother and partner in a family 
without any sacrifices. The identification of the scope of work would help women identify 
the needs, constraints, and changes on the impact of internal and external factors on 
the work-life balance. 
While there is a great deal of research that offers advice for employees and 
employers to promote a successful work-life balance, an analysis of current research 
suggests that work-life balance may or may not be achieved based on factors such as 
social context, family type, and relationships developed with men and their personal 
obligations and professional responsibilities.11 There are many factors that may prevent 
an effective work-life balance from overshadowing women’s empowerment through 
earning potential. While earning potential suggests an upward trajectory in a career, 
family interrupts that trajectory for women at different levels in nearly every sector. 
Therefore, the idea that empowerment gained from earning potential can assist with 
work-life balance cannot be neglected. 
Ultimately, the environment in which women work remains an obstacle. Until the 
gender roles shift more toward equality between mothers and fathers, women will 
always be considered the nurturers in a family and men will always be considered the 
providers. From this perspective, women will always be expected to choose between 
                                                  
11. Ruth O'Brien, Bodies in Revolt: Gender, Disability, and a Workplace Ethic of Care (New York: 
Routledge, 2005), 10. 
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their careers and their families, which would effectively prevent a balance from being 
achieved between the two. While it is true that legislation and feminism have changed 
society and helped facilitate something resembling gender equality, mothers could 
argue that to be the contrary as there is evidence of a gender wage gap, statistics 
representing gender discrimination, and the case of women’s inability to maintain 
successful careers.12 Therefore, earning potential may empower women to want to 
balance their professional and personal lives, but it may not facilitate a successful 
balance. 
Research Hypothesis 
There is no definitive answer to the question of whether women can achieve a balance 
between work and life.13 Still, a valid hypothesis could state that the earning potential 
and the elimination of gender inequality in the workplace are effective when women are 
empowered and find a balance in regard to their professional needs and personal 
demands. Particularly, when using the example of women in a male-dominated industry 
holding executive positions in the field of finance versus nursing, a female-dominated 
industry. The following chapters provide clear recommendations and explanations for 
women on how to achieve a work-life balance and become successful mothers and 
professional executives in the fields of finance and nursing. 
                                                  
12. Dennis K. Mumby, Organizational Communication: A Critical Approach (Los Angeles: Sage 
Publications, 2012), 207. 
 
13. Scott Coltrane, Gender and Families (Thousand Oaks, CA: Pine Forge Press, 1998), 7. 
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Data Collection 
In this thesis, all information is collected and evaluated on the basis of a 
systematic review of literature written after the 2000s. Attention is paid to the statistical 
data reported by such organization as the US Department of Labor.14 As a rule, this 
organization’s official site represents up-to-date information and the latest changes that 
can support or counter the approach or point under consideration. Given the information 
obtained in this study, it is possible to say that this thesis participates in quantitative 
research. 
Background 
Historical Perspective 
While women have held jobs for generations upon generations, it was only the 
end of the 1970s when women were accepted as part of the US workforce.15 In fact, 
early in the twentieth century, when women faced unfavorable and dangerous working 
conditions, a law passed in an attempt to protect women’s labor rights actually 
reinforced the patriarchal structure of society that served to try and keep women in the 
domestic sphere.16 Instead of creating an environment in which women could work 
safely and fairly, an environment was created in which men could provide more 
effectively for their families, preventing women from needing to work. The results of 
                                                  
14. "Women At Work," U.S. BUREAU OF LABOR STATISTICS, March 2017, accessed May 30, 
2017, https://www.bls.gov/spotlight/2017/women-at-work/pdf/women-at-work.pdf. 
 
15. Ibid. 
 
16. Ashley Farmer, "A Historical View of the American Workplace | The Clayman Institute for 
Gender Research," The Clayman Institute for Gender Research, February 25, 2014, accessed May 31, 
2017, http://gender.stanford.edu/news/2014/historical-view-american-workplace.  
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such requirements were as follows: 40,000 to 60,000 men were in the civilian labor 
force between 1948 and 1998, and only 19,000 to 30,000 women.17 
One of the most notable shifts occurred during World War II, when an entire 
generation of men was drafted into the military. With fathers, husbands, and sons 
serving overseas, women had no choice but to step into the jobs left behind, both to 
preserve their husbands’ positions, as well as to keep the US economy stable. This was 
particularly important in manufacturing. Factories were used to produce munitions and 
other equipment to be sent to Europe for the war. It was in this environment that women 
were asked to contribute to the war effort. Female labor increased from 15,000 to 
19,000 during the war.18 
The war time and post-war periods influenced women’s perceptions of jobs and 
work-life balance considerably. After World War II ended and men returned, many 
women did not want to return to their lives in the home. They wanted to remain in the 
workforce because of the opportunities it afforded them. The women who earned while 
their husbands were away had money, which gave them power, and they did not want 
to give that up. While this may not have been enough to prompt change in the context of 
US society, an addition factor led to the continued employment of women in the United 
States: the death toll during World War II meant that a large number of young men did 
not return and many who did were so badly injured they could not work. As a result, it 
was necessary for women to continue working in order to support their families and 
keep the US economy going after the war. Thirty percent of women continued 
                                                  
17. "Women's Bureau (WB) Facts Over Time," U.S. Department of Labor, July 2016, accessed 
May 31, 2017, https://www.dol.gov/wb/stats/facts_over_time.htm. 
 
18. Ibid.  
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working.19 In the decades after World War II, more women entered the workforce, 
though the positions were significantly gendered. For example, women were relegated 
to positions such as secretaries, nurses, and teachers, while men continued to 
dominate positions in all other fields. When the Korean War began in the 1950s, there 
was again need for women with experience in the workforce, which many women had 
gained during World War II and the female workforce was much more effective.20 By the 
1960s, it was clear that women in the workforce were going to be part of US society. As 
a result, it was necessary to regulate and protect women’s labor rights separate to 
men’s. In 1963, the first Equal Pay Act was passed, with the Civil Rights Act following in 
1964, which expanded anti-discrimination protections to include race, skin color, 
religion, and gender in the middle of the 1970s.21 
Title VII of the Civil Rights Act promoted the creation of a new wave of the 
women’s movement. If a female worker was sexually harassed, the employer could be 
strictly liable in such case. During the first year after the introduction of the Title, 15 legal 
cases were brought against employers.22 These legal improvements led to a greater 
influx of women in the workforce, including an expansion of the positions women 
occupied. It was also at this time that healthcare saw many improvements. The 
introduction of the oral birth control allowed women the option of working rather than to 
                                                  
19. Ibid. 
 
20. Ashley Farmer, "A Historical View of the American Workplace | The Clayman Institute for 
Gender Research," The Clayman Institute for Gender Research, February 25, 2014, accessed May 31, 
2017, http://gender.stanford.edu/news/2014/historical-view-american-workplace. 
 
21. Ibid. 
 
22. Jon D. Bible, "Nassar and Vance: Supreme Court Limits Scope of Title VII of the 1964 Civil 
Rights Act," AmericanBar.org, 2013, accessed April 10, 2017, 
https://www.americanbar.org/publications/blt/2013/09/keeping_current.html. 
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be bound to their homes due to continuous pregnancy and childbirth. In addition, 
women’s education was expanded and gained importance. More women attended 
college and earned qualifications beyond high school. They also delayed marriage and 
family life and used the opportunity to work. At the end of the 1960s, the representatives 
of 26 states denied the importance of birth control and promoted birth control sabotage 
as a form of domestic violence to be used if one of the partners was ignoring the 
necessity of reproducing in the family.23 
The rules and standards established in the 1960s established the possibility for 
the development of female careers in the 1990s. In addition to such fields as nursing 
and teaching, where the established roles and contributions of women were impossible 
to deny, other field such as finance were discovered as potential places to build 
successful careers and develop lucrative businesses.24 Still, even the most advanced 
organizations, e.g., an empire of investment banking known as Shearson/American 
Express in Garden City and led by Nicholas F. Cuneo, were challenged by the gender 
gap. Cuneo himself told his female employees that they should never expect to have 
higher salaries than those the men received, even if the women did more than men.25 
That tale from the “boom-boom room” was one of the most provocative because it made 
people consider women’s beauty, intelligence, dependence or independence, and 
affectionateness, and realize that no certain answer could be given. The investigations 
                                                  
23. Shane M. Trawick, "Birth Control Sabotage as Domestic Violence: A Legal Response," 
California Law Review, July 6, 2012, 721, accessed March 30, 2017, 
doi:http://dx.doi.org/doi:10.15779/Z38VX19. 
 
24. Susan Antilla, Tales from the Boom-boom Room: Women vs. Wall Street, 1st ed. (Princeton, 
NJ: Bloomberg Press, 2002), 1. 
 
25. Ibid., 6. 
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proved that men wanted to pay attention to women’s intelligence and give positive 
answers to the second point. Still, the expectations and the results differed 
considerably. The 1990s were different for women in business compared to the 1960s 
and before.  
Women in the 21st Century 
The investigations into the 21st century show that not all women are using birth 
control. Among women of reproductive age, 62% use different contraception methods, 
and 28% of them choose oral birth control meaning that approximately 10.6 million US 
women take contraceptive pills to prevent pregnancy.26 Regarding these statistics, 
pregnancy is no longer alarming for employers anymore. For this reason, it is important 
to promote the development of new policies and rules to protect gender equality in the 
workplace. The employment provisions of the Americans with Disabilities Act was one 
of the improvements on the existing Act through which women could request additional 
education and employment.27 In fact, some organizations encountered difficulties when 
they hired disproportionately. Inequality turned out to be a problem in several fields, 
including technology, math-based professions, information technology, sciences, and 
engineering. Social justice was important at the beginning of the 21st century and 
remains crucial today. It aims to advocate for women in the workplace and to 
emphasize the significance of inequality. Therefore, many organizations continue to 
                                                  
26. Jo Jones, Ph.D, William Mosher, Ph.D, and Kimberly Daniels, Ph.D, Current Contraceptive 
Use in the United States, 2006–2010, and Changes in Patterns of Use Since 1995, PDF, U.S. 
DEPARTMENT OF HEALTH AND HUMAN SERVICES Centers for Disease Control and Prevention, 
October 18, 2012. 
 
27. Ruth O'Brien, Bodies in Revolt: Gender, Disability, and a Workplace Ethic of Care (New York: 
Routledge, 2005), 43. 
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narrow the gender gap in different fields and ensure women receive equal opportunities 
in the workplace. 
The increase of US women in the workforce was achieved at the beginning of the 
21st century. In the 1990s, approximately 55,000 women were participating in the civilian 
labor force (in comparison to approximately 69,000 to 72,000 men), and, in 2015, the 
number of women increased to 65,000.28 Still, a challenge arose when women had to 
learn how to establish and maintain a balance between their professional and personal 
lives, especially if they had a child or children. Women who were mothers faced 
difficulties advancing their careers and getting working opportunities in comparison to 
childless women. Women continue to endure a heavier load with regards to balancing 
work and family, mothers with children under the age of 18 said that to be a working 
parent was a difficult, and that advancing in their jobs was twice as hard as it was for 
men: only 16% of female working parents and 51% of male working parents.29 
Employers may have different attitudes to working parents due to the possibility 
of unexpected requirements and responsibilities. For example, if a child is ill, a parent 
may have no choice but to miss work and take care of the child. Unfortunately, 90% of 
working mothers use the opportunity to stay at home and avoid working complications. 
However, 10% of women still experience inequality in the workplace due to having 
children.30 In the case of Dena Lockwood, a woman had to miss work in order to care 
                                                  
28. "Women's Bureau (WB) Facts Over Time," U.S. Department of Labor, July 2016, section goes 
here, accessed May 31, 2017, https://www.dol.gov/wb/stats/facts_over_time.htm. 
 
29. Kim Parker, "Despite Progress, Women Still Bear Heavier Load than Men in Balancing Work 
and Family," Pew Research Center, March 10, 2015, section goes here, http://www.pewresearch.org/fact-
tank/2015/03/10/women-still-bear-heavier-load-than-men-balancing-work-family/. 
 
30. Caroline Fredrickson, "Under The Bus | The New Press", The New Press, 2015, 58, 
http://thenewpress.com/books/under-bus. 
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for her sick daughter and was fired. After three years, the woman was able to prove her 
argument and won the case against her past employer. Parents must also 
accommodate their children’s schedules, such as school and childcare transportation, 
extra-curricular activities, and school vacation days. These schedules are not always 
conducive to full-time employment. 
From 2015 to 2017, the question of childcare offered by fathers and mothers is 
frequently discussed in the literature. Per a 2015 Pew Research Center survey, only 
28% of working fathers reduce their working hours in order to take care of their children 
or other dependent family members in comparison to 42% of working mothers.31 
Presently, in families with two working parents, the issue of income is also discussed in 
order to clarify whose parental leave would be beneficial for the family or for a company. 
However, it is necessary to remember that having a baby may include a number of 
unpredictable elements. Mothers may stay at home because of health problems caused 
by pregnancy or childbirth and may request additional leave in order to remain with their 
babies and recover from childbirth. In Figure 1, the results of the comparison between 
mothers’ and fathers’ career interruptions are displayed. 
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Figure 1: Mothers, More than Fathers, Experience Career Interruptions 
Source: Parker, Kim, “Despite Progress, Women Still Bear Heavier Load than Men in Balancing Work and 
Family”, Pew Research Center, http://www.pewresearch.org/fact-tank/2015/03/10/women-still-bear-
heavier-load-than-men-balancing-work-family/, March 10, 2015. 
 
The United States is a developed country that offers its people a number of 
opportunities, but only a quarter of all US employers offer their employees fully paid 
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maternity leaves.32 Therefore, 1 in 4 new mothers have to return to work as soon as two 
weeks after giving birth, and some mothers may have a week or less.33 The 
environment in which women have to work may also vary considerably. However, 
despite the attempts made by men to help alleviate the strain women try to establish a 
level work-life balance and not to sacrifice anything in the process. The expectations 
women feel in relation to caring for children and families may differ from those 
experience by men. Though such a disparity is not intended, there is an imbalance in 
the workforce and a need to improve gender equality in the United States. It is this 
imbalance that continues to cause problems for women who are seeking a good work-
life balance that includes a successful career and a happy family life. 
In addition to the evaluation of the current situation in the United States, the idea 
of work-life balance may be clarified using the cases offered by other countries. In the 
literature, not much attention is paid to a contingency factor, meaning the outcome of 
the situation in which a woman makes a decision without considering work-life balance. 
For example, in Italy, the level of unemployment is about intermediate. However, the 
majority of women do not find it necessary to achieve a work-life balance, but chose 
either a career or a family and give clear reasons for their decision. Today, due to the 
lack of a clear “child benefit” scheme (present in many European countries), Italian 
women reject the idea of having babies and focus on solving such problems as a lack of 
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money and the inability to have own houses.34 As a result people are presented with 
fertility awareness campaigns. Women should have opportunities to earn money and 
choose appropriate lifestyles. It is the reason why young families enjoy the benefits of 
living with their parents and accepting their help in taking care of children in contrast to 
living alone and coping with professional and domestic problems with their partners 
alone. It is common for young women and men to live with their parents in order to save 
for buying a house. If people decide to have their own families, they have one child and 
try not to reduce the possibility of their parents helping. Because of their lack of access 
to childcare, grandparents are the main babysitting resource for 20% of Italian 
families.35 Italy is just an example of the form a family’s sacrifice may take. Women in 
the US have to understand their options in order to find out their own positions and 
identify the price that has to be paid in exchange for family or career. 
Nursing vs. Finance: From Past to Present 
The comparison between the careers and female opportunities in fields such as 
finance and nursing has a long history. For example, in the 1950s and 1960s, nursing 
underwent certain changes in terms of working conditions and permitted activities. The 
concept of primary healthcare was reconsidered, and nurses had to ask for permission 
to speak to doctors or even patients, promoting hierarchies in the field of nursing.36 The 
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current statistics could be used as the best proof for the existence of a gender gap in 
nursing: in comparison to 2011’s data, where 8.1% of working nurses were men, only 
3.9% of nurses were men in 1970.37 Today, the situation seems to be different; 
however, the same challenges and prejudices can be observed in terms of the positions 
men and women have in nursing. Although nursing is considered a female-dominated 
field today, men have more opportunities to earn more than women.38 The gender wage 
gap in nursing salaries is considerable. In 2013, the average salary offered to male 
nurses was approximately $70,000 and the average salary offered to female nurses 
was about $60,000.39 
Though a historical evaluation of the field of finance yields different results, the 
overall situation remains more beneficial for men than for women. In comparison to 
nursing where the presence of male employees was constant, there was a time in 
finance when only men could work in centers like Wall Street.40 The field of finance 
seemed to be stricter with regard to the place of women and the development of their 
careers. Besides, one of the tales introduced by Antilla states that in the 1980s many 
women were hired to fill customers’ needs in service jobs.41 Women’s empowerment in 
the financial realm had a long way to go until its stabilization. Women had to prove their 
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capacity to work hard and professionally as well as being able to support their families, 
raise children, and keep the household in order. For a long period, women occupied 
only 5% of senior positions in management and finance.42 Salary information was 
difficult to investigate because employers tried to hide it and never promoted 
discussions of discrimination and prejudice in the workplace.  
In the history of the nursing and finance industries, it is clear that men had better 
opportunities, higher salaries, and more appropriate working conditions when compared 
to women. Today, the facts have changed regarding the level of job satisfaction: in 
nursing: 30% of nurses are extremely satisfied with their working conditions, 51% are 
moderately satisfied, and only 3% state that they are extremely dissatisfied.43 At the 
same time, in the sphere of finance, female employees still receive lower salaries in 
comparison to their male counterparts; however, they are usually more satisfied with 
their working conditions and opportunities than men.44 
The investigation of the history and the development of the selected fields also 
help to provide an insight into the roots of gender discrimination. Financial power in the 
United States has deep roots in conservative British traditions and standards. As well as 
the power of men over women, this financial power depended on a number of historical 
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processes and relations developed with different countries.45 Certain changes in the 
finances of the US economy occurred after World War II, when the United States had to 
cooperate with the Soviet Union and Great Britain.46 Loans of approximately $5 billion 
were taken by the United States to cover the financial needs of the country and promote 
development. It was necessary to invest in this field, and men took leading positions to 
clarify the urgency of loans, the opportunities the country had, and the abilities of its 
people. At the beginning of the 20th century, US hegemony in the financial field 
underwent considerable changes and challenges. The stabilization of the field saw the 
stabilization of power exercised by men during the war, which resulted in many positive 
outcomes and achievements. Men focused on the development of the financial field and 
their roles in it. 
However, World War II was not the sole reason for the development of financial 
and economic relations and the stabilization of employment in that field. The war made 
many women think about their possible contributions to the development of the country 
and the type of help they could provide the population with. Women were ready to leave 
their homes in order to help other people in need and to perform the functions of nurses 
during in wartime. Between 1941 and 1945, approximately 59,000 US nurses served in 
the US Army.47 All men who wanted to be helpful to society were sent to fight against 
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the nemesis or work in manufacturing to provide enough food and other resources for 
survival. Women who could care for other people were sent to battle as nurses or to 
work in local hospitals. During the war, there was no balance between work and family, 
and there was no gender discrimination because the task was to fight the war and save 
as many human lives as possible. The current situation reveals that as soon as people 
were not challenged by the dire needs of necessity, they had enough time and space to 
judge each other. In addition, underline the presence of inequality, and dictate what the 
duties of men and women are in regards to gender, but not their skills or potential 
contributions. In a short period of time, nursing and finance became fields where such 
words as “gender”, “discrimination”, “work”, and “family” acquired serious significance. 
People became more concerned with the numbers reflecting the profit and loss than with 
their own dreams and future.  
Today, finance and nursing are defined as fields with goals and standards in 
which the roles of male and female workers are properly recognized and discussed. 
There are many nursing and financial leaders who help ordinary people recognize their 
needs and understand their options. The main difference that exists between nursing 
and finance from this point of view is the fact that nurses make their decisions using 
less tangible and unpredictable variables compared to financial representatives who use 
metrics and bottom lines to develop ideas or make decisions.48 
 
 
                                                  
48. Catherine K. Madigan and Jacqueline M. Harden, "Crossing the Nursing–Finance Divide: 
Strategies for Successful Partnerships Leading to Improved Financial Outcomes," Nurse Leader, August 
2012, 24, doi:http://dx.doi.org/10.1016/j.mnl.2012.05.003. 
 
 22 
Modern nursing is a place where managers are selected using an analysis of 
personal skills and the ability to care and take responsibilities for human lives. Modern 
finance has nothing in common with the clinical side of nursing, in which productivity, 
outcomes, and dependence on external factors matter; however, despite the existing 
differences, the two fields are connected. Nursing, as a part of healthcare, engages with 
a constantly changing financial landscape in order to collaborate with budgets and other 
financial needs.49 Financial managers, in turn, try to consider all aspects of life to make 
sure that services and management are organized at a comfortable level. As a result of 
such requirements, about 46% of US nurses are proud to perform their functions and be 
helpful to people, and only 22% of the employees involved in financial services can 
define themselves as truly happy.50 Such unhappiness in the field of finance is 
explained by poor communication style, failure to plan work, and the inability to ensure 
personal development.51 In general, women who work in these fields want to pay more 
attention to their families and support the idea of work-life balance by any means, 
neglecting such problems as gender discrimination, sexual harassment, and poorly 
chosen leadership styles. Regardless of the improvements made in the fields under the 
analysis and the ideas developed to support people, no evident positive changes have 
been observed in the last decade. Women have to prove their right to have high 
positions in the selected fields, and men still get higher salaries. The explanation of 
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such inequality may be the number of opportunities offered simultaneously to a number 
of people. These results are observed in changes in the US government statistics. 
Therefore, it is hard to observe change in a short period of time. Improvements are 
expected to be apparent in the workplace in the next 5 to10 years, when the 
experiences of women from different countries have been incorporated, and mistakes 
and shortages have been investigated. 
Women in Finance and Nursing 
There are many professions in which modern women constitute a majority; this 
project focuses on finance and nursing.52 This choice is justified by the fact that finance 
remains a male-oriented profession and nursing is a sphere in which a number of 
women can work and take different positions. In this project, the task is not only to 
compare male and female working conditions and opportunities but to focus on the 
conditions offered within two particular fields.  
Finance is a notably significant field in which to examine not only the 
competitiveness of the US workforce, but the gender disparity as it relates to women’s 
ability to successfully balance work and life. As a result of the discrepancy in women’s 
perceived ability to manage a successful work-life balance, the financial field presents 
an environment in which pay inequity is substantial. For example, there is a gender pay 
gap in the US workplace that includes 7.2% in the insurance industry and 6.4% in the 
financial industry, where factors such as age, education, occupation, and experience 
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are taken into consideration.53 Even though progress is being made to minimize the 
inequality in the United States, women in finance are not only less likely to achieve pay 
equity, but they are less likely to be promoted, thereby reducing the likelihood they will 
achieve senior-level positions in their sectors.  
In the field of finance, a woman’s potential earning power is less than a man’s, 
which inhibits women’s abilities to balance work and life. Regardless of a woman’s 
capability to navigate a work-life balance, certain external factors may influence a 
woman’s ability to progress in a career path and overshadow any internal factors that 
determine her career path. Therefore, an executive-level women’s potential earning 
power may have an impact on their ability to navigate the complex dynamics of a work-
life balance in the field of finance. Through the structures of the US workforce itself and 
their own doing, when compared to the similar opportunities available to women 
associated in the field of nursing women are less likely to ask for what they deserve 
concerning their earning potential. Such a statement is made because the stereotypes 
of gender roles and a work-life balance have already created the environment in which 
women in the finance field are unable to maintain and pursue aggressive career paths. 
The gender pay gap is present in finance and nursing: for example, female financial 
specialists earn 61% of what their male associates make.54  
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Chapter I: Work-life Balance and Families 
Work-life Balance 
The topic of women in the workplace, particularly as it relates to work-life 
balance, is a complex one with a long history in the United States. In order to 
understand the context in which this research takes place, it is important to understand 
the background of women’s role in the workplace and the ways that this has intersected 
with the conflict of managing a career and creating a family.55 With this idea individuals, 
companies, and organizations can develop an understanding of the ways various 
factors influence work-life balance for women and provide equality of women in the 
workplace in addition to a successful balance between their professional and personal 
lives. Creating a foundation of information for the discussion of a work-life balance is 
important not only for understanding the issue but also in order to consider from a 
broader social perspective. This chapter examines different situations in which women 
have to struggle for their rights in the workplace and provides an overview of the topic of 
work-life balance for women in the United States from the perspectives of different 
authors. 
Work-life Balance in Finance 
Work-life balance is commonly hard to achieve for those in the field of finance. 
On the one hand, technological advancements means the lines of communication in 
personal time and work time have already been removed. On the other hand, 
demographic change cannot be neglected; because women are often considered 
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primary caregivers, women have to be ready to attend to their elderly family, children, 
and working needs at once. The finance industry is characterized by long working hours 
and constant competition to find new clients, to build trust with regular clients, and to 
improve the quality of the services being offered. In comparison to 5% to 10% of men, 
12% to 14% of women undergo full-time work (45 hours per week).56 While women in 
finance can achieve professional and personal growth they may enjoy at the expense of 
their personal life, they should be predisposed to deal with high stress levels and the 
inability to find enough time for themselves and or to meet their personal needs. 
Work-life Balance in Nursing 
Work-life balance is a universal issue. Female nurses struggle with work-life 
balance due to the nature of the profession, its long working long hours and shift work 
commitments. Ability to socialize and job satisfaction are important concepts in nursing, 
and a solution to managing work-life balance must be found. Work-life balance in 
nursing relates to issues such as the retention of employees, staff shortages, and low 
job satisfaction.57 Nurses try to stay loyal to their patients and their responsibilities, and 
they are always ready to put the needs of other people before their own and those of 
their family members.58 As a result, nurses may suffer from isolation, stress, and 
fatigue. Work-life balance cannot be achieved until nurses solve their professional 
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tribulations. Nurses frequently cooperate in order to promote each other’s work-life 
balance. Still, it is not always possible to achieve the same positive results. Therefore, 
such balance management remains a problem for many female nurses in hospitals and 
other medical organizations. 
Thoughts about Women in Nursing and Finance 
In the cases of both finance and nursing, three aspects of the roles of female 
professionals must be reviewed. First, whether female workers are able to combine their 
jobs with their family duties and succeed in achieving work-life balance.59 Second, it is 
necessary to understand if women have an appropriate level of knowledge and are 
intelligent enough to occupy the same positions as men.60 Finally, an evaluation of 
woman’s dependency on men needs to be discussed because it helps to clarify the 
quality of male-female relations and financial issues.61 Taking into consideration the 
opinions gathered from the works of Balaji, Antilla, and Dickinson, it is possible to 
develop a chart where the main views about women and their employment in nursing 
and finance are represented. Table 1 displays the main considerations. 
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Table 1: Thoughts about Men and Women in Employment. 
 
Source: Own design. 
The US Department of Labor lists the 25 most common occupations for women 
in the United States, regardless of their personal attitudes, family relations, knowledge, 
and skills. Female finance managers are not among the top ten of these common 
occupations and comprise about 606,000 women, in comparison to registered nurses of 
whom there are 2,064,000 in full-time employment.62 Though shifts can be long and 
patients may be uncooperative, the sense of accomplishment when things turn out well 
is rewarding enough for many to pursue nursing as a career.63 Each story presented in 
the book “Tales from the Boom-Boom Room” by Antilla also demonstrates that women 
could have great opportunities in the field of business however the price that has to be 
paid is hard to establish or predict. 
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Outcomes of Work-life Balance 
Female finance professionals and nurses can observe various outcomes of work-
life balance, including psychological strain, job satisfaction, family satisfaction; Work-life 
balance is the degree professional stress, well-being, and the changes of role-related 
expectations. These outcomes influence people and organizations. Human Resources 
(HR) managers have to follow up on organizational and personal changes in order to 
preserve the balance and assist people in their aim to control their environment and 
their activities. Outcomes of work-life balance like depression and anxiety may influence 
organizations because their productivity depends on employees’ well-being and 
decreases when negative changes occur.64 Despite the fact that employers and HR 
cannot control the personal and emotional dilemmas of their employees, observing the 
results of personal challenges may help the organization not experience negative 
consequences. It is unethical to make people redundant if they lose the necessary 
balance in their lives. Alternatively, it is ineffective and unprofitable to hire people who 
are not able to maintain control of their life and their work. For that reason, it is 
imperative to consider the strategies that enable a good work-life balance to be used as 
a tool for improving productivity. 
Work-life Balance in Practice 
In practice, work-life balance can be used as a tool by HR managers to motivate and 
support employees perhaps by allotting for flexible work schedules and conducting 
seminars that can educate employees how to better manage their workloads. 
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Employees, employers, and HR managers alike strive towards finding their balance 
during their lives and use any resource to avoid negatively impacting organizational 
productivity or budget. When considering the outcomes of work-life balance, HR 
managers must understand what goals need to be achieved: whether it is improving 
retention, avoiding burnouts, or health promotion.65 In finance, work-life balance can be 
supported by the possibility of working from home or promoting breaks in the working 
day. In addition, employees must be informed of the importance of balance and only 
consider additional working hours in exchange for rewards, overtime payment or 
employer appreciation. In nursing, this type of balance can be improved by restricting 
working hours, investigating workplace culture, focusing on the organization’s image, 
and allowing employees to share their own attitudes and ideas on how to promote 
organizational development by eradicating hierarchical decision-making and building 
trust.66  
Parenting and Work-life Balance in Finance and Nursing 
Today, there are many mothers who want to succeed in the workforce and put 
their skills and knowledge in the fields of finance and nursing into practice. Statistics 
show that 57.2% of workingwomen have children, and 69.9% of these mothers have 
children under 18.67 In some hospitals, nurses can use onsite childcare centers and 
special kindergartens for working parents. On the contrary, women in finance are not 
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offered the opportunity to have a childcare facility in the office; albeit, salaries in finance 
are typically larger than those in nursing thus allowing for women in finance to afford to 
hire a nanny and use such services as female-oriented professions such as nursing and 
teaching tend to have lesser salaries than male-oriented professions.68 However, the 
presence of a nanny in the house cannot be taken as proof that work-life balance is 
being maintained, or that a woman is satisfied with the fact that her child is cared for by 
another person. Though there are more working male parents (69.7% in total and 
92.8% of those with children under 18) than female, they are not challenged in the same 
way because they usually have female partners who take parental leave.69  
Varieties of Families and Needs 
The question of work-life balance is frequently discussed because of the variety 
of existing family types. Though more than 64% of families have two married parents, 
with 54% to 62% of both parents employed, there are still many problematic or 
challenged families maintained by mothers (25%) or by fathers (7%) only.70 
Furthermore, there are also many situations in which women earn more than their male 
partners (38%). In such cases, a woman’s contributions to the family’s incomes cannot 
be disregarded, although gender inequality may be observed in family relations. Much 
depends on people and their readiness to live under certain conditions: if women earn 
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more, it is possible they do not have to choose between work and family, but can 
continue working while participating in a family that relies on the support of an fully or 
temporarily unemployed partner. Each type of family may have different needs and 
expectations. For instance, in some cases, men expect that if women choose their 
careers, they will still find enough time for their families and develop those relationships 
in the same way. However, the results of such families are usually frustrating, because 
a woman may have to remain ready to one day make a choice and reject an offer that 
can influence her career or her family in some way. 
Women’s Financial Well-being 
Financial insecurity and dissatisfaction may influence the quality of family life and 
the level of productivity of a working mother.71 As soon as women lose the grasp on 
their work-life balance, contributing factors such as stress may lead to financial 
problems or, vice versa, full satisfaction in their financial achievements. In other words, 
a person may be promoted and receive a salary increase, but this is accompanied by 
family problems or the loss of a personal life. In 2014, the median annual earnings of 
women were about $39,000, and that for men was about $50,000 annually.72 However, 
nursing and finance are fields where women earn different salaries. Nurses can engage 
in different activities in the workplace to protect their rights and obtain opportunities to 
earn more. In finance, women don’t usually demonstrate their dissatisfaction. Women 
who want to keep their jobs, keep silent and accept the conditions offered to them. In 
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turn, for nurses, financial instability can be solved in a shorter period of time than that 
for same circumstances occurring in finance.  
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Chapter II: Challenges of Finding Work-life Balance and Contributions 
Challenges for Women in the Workplace 
Women’s desire to achieve a work-life balance impacts more than advancement 
opportunities, simply put, the upward trajectory of an individual’s career.73 Working 
mothers who want to have their careers in the fields of law, finance, and business are 
often treated differently in the workplace. Their expertise may be overlooked for large 
projects, or their organization may not have appropriate facilities for their needs, such 
as pregnancy parking near the front of a large parking lot or a comfortable, private 
location for breastfeeding mothers who need to pump throughout the day.74 If an 
organization is in a field dominated by men, or if the women in the organization have 
never spoken out about their needs in achieving a work-life balance, it is likely that their 
needs will not be met. The lack of necessary facilities can deny women the support and 
resources they need to be successful in their careers, further impeding their ability to 
achieve a work-life balance and reinforcing the existing imbalance and inequality that 
exists in the workplace and in society as a whole. Some working parents decide to 
leave their jobs and care solely for their families, as is the case for 27% of working 
mothers but only 10% of working fathers.75  
 
At the same instance, motherhood is not the only reason women can be 
challenged by their workplaces. For example, the case of LexisNexis Company 
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demonstrates that it is possible for men and women to earn equally because people are 
unaware of each other’s financial details or work at different offices, in different cities, or 
even countries.76 This case found that it was unfair for women to earn reduced salaries 
because of their gender, and the gap in salaries was found to be more than $1 million. 
The result of this case was the legal establishment of equal working conditions that 
disregarded factors such as religion, sex, race, color, gender, ethnicity, and sexual 
orientation. It remains difficult to access information about the actual number of women 
working in the company, but it is clear that the company continues to work on gender 
and other issues that may lead to prejudice in the workplace. 
In-person Expectations 
A healthy work-life balance can be defined as one of the key factors in job 
productivity. If women can find this balance, they then can understand what step should 
be taken next or why their work or life has meaning. In many countries, lifestyle choices 
are numerous; women can make choices and are driven by their own interests. Their in-
person expectations define the possibility of work-life balance development. These 
expectations may have positive and negative outcomes. Then again, a mother may 
expect a high salary, flexible working hours, and other conditions conducive to having a 
job and taking care of a child. In reality, it is not always possible to find a job where all 
these expectations are met. In Figure 2, nurses’ attitudes and expectations of their jobs 
are displayed. 
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Figure 2: Rewarding aspects of nursing for Registered Nurses (RN) and Licensed Practical Nurses 
(LPN) 
Source: Susan B. Yox, RN et al., "Medscape Nurse Career Satisfaction Report 2016”, Medscape, 
http://www.medscape.com/features/slideshow/nurse-career-satisfaction-2016, 2017. 
 
In fact, work-life balance can mean different things to different people. Therefore, 
it is important to understand in-person expectations to avoid being disappointed with the 
results achieved after work-life balance is achieved. While some people consider 
additional working hours as an opportunity to earn a promotion or increase their 
earnings, others may forgo work in order to have enough time and energy for family.77 
The role of such expectations cannot be neglected because they help to find the 
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balance between all employees’. Work-life balance should have some measures and 
limitations. 
Flexibility for Women in the Workplace 
Another challenge women who work as nurses or finance professionals can face 
in the workplace is flexibility. Employers are able to provide their employees with flexible 
hours and observe whether this influences employees’ productivity. Many women seek 
flexible careers and believe in their abilities to control their working day.78 Though such 
flexibility is not often permitted every day, sometimes employees can ask for permission 
to work several longer days to access additional time off on another occasion. If this is 
not possible, it is also possible to offer several extra hours of rest or, in the case of 
nurses, to suggest exchanging shifts with a coworker in order to achieve a better work-
life balance. Such flexibility can develop teamwork, cooperation, and trust. Women can 
use such flexibility to address personal needs, spend time with their families, and 
understand whether this type of work is what they actually want.79 Introducing flexibility 
has a good chance of increasing job satisfaction, which may lead to an increase in 
organizational productivity. 
Importance of Childcare 
For many women, work-life balance is usually weighed against the necessity of 
taking care of children and having enough energy for their families. Therefore, if 
employers want to support their employees, or if women do not have enough 
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information on the importance of the balance between their work and their personal life, 
it is possible to focus on children, their opportunities and needs, and the care that can 
be offered to them. Childcare benefits attract many women and help them enjoy a better 
work-life balance. If parents understand that they have options, they can deal with 
stress and achieve that balance more quickly. Children should not be an obstacle to 
achieving a good work-life balance. In contrast to men, many women believe that they 
are obliged to prioritize the needs of their families.80 Finding an employer or an 
organization that promotes childcare is one solution that can be sought by working 
mothers. It is possible to use the services of nannies, address special babysitters’ 
organizations, or visit several daycare centers to make sure children can be trusted in 
the hands of someone else. However, in contrast to finance, where professionals 
usually work daytime hours, nurses work days and nights, therefore it may be difficult to 
acquire nighttime childcare. Nurses should work harder to understand what type of care 
is required, and how they can work in a way that it is not at the expense of their 
children’s emotional or psychological well-being. 
Work-Life Balance Recent Contributions 
Work-life balance is essential for women with families who work to experience a 
good quality of life. This section uses the results of current research to develop the 
hypothesis and explain whether it is possible for the women involved in finance to 
achieve a work-life balance and avoid making sacrifices. The primary factor that may 
influence women’s ability to achieve a work-life balance is the framework of the society 
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in which she lives. For a long time, the United States was known as a predominantly 
patriarchal country where men governed politically and legally. However, the population 
of the United States has almost an equal ratio of male to female citizens: the ratio was 
1,000 females to 1,016 males in 2016, and in 2017 50.6% of the population were 
female.81 In US society, women are defined as nurturers, while men are providers: a 
woman’s place is seen as being in the home, and her role in the working world is seen 
as being secondary to her role within her family. From this perspective, women’s 
responsibilities are skewed toward their home lives. Unfortunately, this places a great 
deal of pressure on women, particularly if they want to have a successful career. 
If women want to have a successful career, their career goals must be placed 
within the context of their home lives and the expectations placed upon them there. 
Work-life balance becomes highly important for many women, and researchers want to 
understand career-path choices among female professionals seeking to combine their 
professional and familial responsibilities. These women engage with the stress and 
pressures of the workplace, as well as tending to tasks such as family management and 
child rearing.82 
If women focus on one of the aspects of their lives and try to achieve a work-life 
balance, their quality of life may suffer.83 The creation of an appropriate environment is 
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the goal. Still, the patriarchal nature of society works against that goal, and many 
women experience discrimination when trying to balance their personal and 
professional lives. The results of such necessities are evident in the number of 
occupational injuries: for example, 13% of men suffer from violence and other injuries in 
comparison to 23% of women.84 Existing legislation does not accommodate an 
employee’s work-life balance, and federal law does not prohibit employers from 
discriminating against all types of employees in relations to factors such as caregiving.85 
Men and women are equally part of families and have responsibilities to care for those 
families. However, because women are viewed as nurturers more than men, women 
tend to experience more discrimination by employers when they try to fulfill their 
caregiving responsibilities. 
Legal Issues Relating to Work-life Balance 
Over the past few decades, people have asked whether it is legal to discriminate 
against women seeking a good work-life balance. There are many gender discrimination 
lawsuits the facilitate an investigation of how different women in the United States have 
defended their rights and used their job opportunities. Although the idea that women 
face more challenges than their male counterparts has been proven, it is necessary to 
mention one particular legal case, Moyhing v. Barts and London NHS Trust in 2006. In 
this case a male student required supervision when executing intimate procedures on 
female patients, while a female student was not required to have an attendant when 
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carrying out intimate on male patients.86 Men were introduced as second-quality 
citizens. Another case, Evans v. Principi in 2005, introduced a female supervisor who 
mentioned several times that a male nurse did not belong to the unit and should change 
their decision to be a part of a nursing team. The existing gender discrimination law 
protected the man and punished the woman in this case. These examples prove that 
the discrimination laws can work, but nevertheless it is necessary to clarify why the 
same laws do not work in the same way for women and the aim of supporting their 
work-life balance. 
At the same time, lawsuits based on female discrimination in the workplace are 
numerous. LexisNexis is not the only example of how women can suffer from the 
inability to control their work-life balance. Today, it is easy to find such cases and learn 
from them. For example, Computer Sciences Corporation (CSC) is known as one of the 
main companies that aims at providing information technologies and business services 
to other companies around the whole world.87 In 2012, a former employee of CSC sued 
the company. They stated that the company routinely paid women less than men and 
denied women opportunities for salary increases and promotions. In addition, it was 
proven that one Indian employee used offensive language and states that the women’s 
place was at home. Approximately 6,000 instances of illegal information were used to 
support the claim.88 
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Walmart is another company that has undergone several court cases and was 
sued because of evident gender discrimination.89 The case of Walmart v. Dukes 
occurred in 2011. Approximately 1.6 million female Walmart employees supported the 
gender discrimination suit. This case also proved that not many changes were made in 
the last decade, because in 2001 the same company experienced the same 
circumstance when Mauldin led 400,000 workingwomen to accuse Walmart of sexual 
discrimination. This case was dismissed in order to hide the details of the payments 
made. The cases of Walmart were complicated and challenging for the company and its 
people because of several personal issues, professional themes, and ethical concerns 
that still trouble millions of people today. 
The Role of the Girl Facing the Wall Street Bull 
Considering the historical development of events in the fields of nursing and 
finance, it is necessary to acknowledge the role of the latest improvements and 
contributions. Women want to demonstrate their abilities and potential by all manner of 
means and express their objectives, needs, and expectations. One achievement is the 
well-known monument of the girl facing the legendary bull on Wall Street. The fearless 
girl stands in front of the charging bull as a symbol of hope that she has enough powers 
to accept the challenge and deal with the intentions the bull could have in mind.90 The 
statue is one of the most famous icons in the discussions of the role of women in the 
world of finance.  
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Figure 3: Fearless Girl and Wall Street's bull  
Source: Ryan W. Miller, “Fearless Girl statue will keep staring down Wall Street's bull”, USA Today, 
https://www.usatoday.com/story/money/2017/03/27/fearless-girl-statue-wall-street-charging-
bull/99687078/, March 27, 2017 	
 
The girl signifies that it is time for all financial companies to consider gender 
inclusivity and take the necessary steps to eliminate the inequality that exists current 
day.91 Since the first year of its introduction, this statue has already brought about 
certain positive results: more than 3,500 companies took it as a call to action and 
increased the number of women in senior positions.92 However, in many cases, people 
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want to believe that the bronze girl is not the bull’s opponent, but that she is a partner 
who is ready to cooperate, recognize rights, and use opportunities. 
 
 
Figure 4: Fearless Girl  
Source: Ryan W. Miller, “Fearless Girl statue will keep staring down Wall Street's bull”, USA Today, 
https://www.usatoday.com/story/money/2017/03/27/fearless-girl-statue-wall-street-charging-
bull/99687078/, March 27, 2017 
 
 
The girl can be perceived as a sign that society is ready to take action and 
promote gender equality in employment. About 28,000 people supported the proposal to 
make the statue of the girl permanent as proof that the world of business and finance is 
apt to provide women with a chance to challenge it and demonstrate their personal 
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achievements and opportunities.93 Questions relating to women and their role in 
leadership have to be answered at more than on an individual level; structural and 
cultural solutions are crucial for this discussion as well.94 However, it is not enough to 
use the statue to prove the role of women in finance, business, and other fields. There 
is a suggestion that until a person is in a position of strength, some things should not be 
altered.95 Women, as well as men, should be provided with the time and the knowledge 
to become stronger in the field of finance. Men also have to understand how they can 
contribute to conditions in which women can find jobs and be promoted. Unfortunately, 
gender differences and gaps in knowledge and opportunities touch upon the same 
topics in other countries, and the girl in front of the bull cannot have the same impact on 
women and companies where women work in developing countries.96 Women have to 
manage the challenges to their work-life balance and fight for their rights to be 
respected and provided with the same opportunities as men. 
The creation of the statue and the desire to keep it at all costs is an indicator that 
women are prepared to move forward and participate in employment progress. Gender 
inequality and sexual harassment are matters of contention in US society that can be 
solved if addressed accordingly. Women should be ready to use their knowledge and 
skills and validate their abilities to work hard and still balance their personal lives with 
their professions. New York is a city that supports the idea of putting women on boards 
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of management and eliminating gender inequality. A money management enterprise, 
State Street, is calculated to have invested and have readily available $2.5 trillion to 
check if the idea of gender diversity in finance can be useful for business and society in 
general.97 It is not intricate for companies to try to change their policies. People should 
not lose their opportunities to be successful because of their gender, and the girl in front 
of the bull is the first stride to inspire people and prepare them to take another 
significant measure. 
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Chapter III: Factors in Work-Life Balance and Recommendations 
In this chapter, external and internal factors that may influence the work-life 
balance of executive-level women in the field of finance will be explored to investigate 
whether that balance can be achieved without any sacrifices being made. 
External Factors Influencing Work-life Balance 
External factors may influence women’s ability to be successful both at home and 
at work because they are out of women’s control as they attempt to balance their 
personal and professional lives.98 Quite often, these factors are influences exerted by 
society. Understanding such external factors can help determine whether a work-life 
balance is possible at all, since women cannot change these factors. The primary 
external factors examined and considered to be contributing factors in women’s work-
life balance are the work and home-life expectations. 
Within any career position, an employer has expectations that must be met in 
order to continue employment. These expectations impact work-life balance and vary in 
relation to the positions and companies in question. These expectations depend on HR 
policies, which include the number of working hours and maternity leave policies. These 
policies can have a direct and significant impact on a woman’s ability to maintain a 
sustainable work-life balance. Unfotunately, this can be troublesome for US employees. 
The United States is highly capitalistic, and the business world is extremely competitive. 
As a result, success requires people to be highly competitive and performance-driven, 
and not many people are able to compete and succeed in this culture.99 
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Young people have more opportunities to compete, therefore the opportunities  
of working mothers are reduced considerably.100 Since the business world is so 
competitive, women who are unable to compete, such as those who have family 
responsibilities that divide their time and attention, may find it much more difficult to 
succeed in the workplace. Women aged between 25 and 44 spend 18 hours per week 
tackling household activities, while women under 25 find spend about 9 hours per week 
on the same type of activities.101 Within the context of finance, competitiveness, along 
with gender stereotypes and other factors, impact women’s ability to progress 
successfully in their careers. Many women who enter the field with the intention of 
moving up to senior-level positions reach a point at which they are unable to move to 
the next level. This may be a result of the gender disparity in their field, including an 
inability to overcome the perception of women’s work-life balance and women’s inability 
to effectively meet the expectations at home and in the workplace. 
Along with expectations in the workplace, women have expectations for their own 
personal lives. Since the United States continues to expect mothers to be the primary 
nurturers and caretakers of the home, there is an expectation that women will take on 
the majority of domestic responsibilities, even if they are employed full-time. For 
example, the United States makes numerous attempts to achieve positive change in 
developing appropriate HR policies. It has considered the example of Quebec, which 
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has already introduced policies regarding childcare and programs offering 18 weeks of 
unpaid maternity leave and 5 weeks of unpaid paternity leave.102  
Internal Factors Influencing Work-Life Balance 
Coupled with the external factors that influence a woman’s ability to achieve a 
work-life balance, internal factors may be equally influential. Internal factors refer to 
those that are within the control of the individual, such as perceptions about work-life 
balance or the motivation to take the steps necessary to be successful at home and in a 
career. Often these factors can be overcome because they rely on the individual rather 
than on others. It is for this reason that identifying the internal factors may conquer the 
external factors that are inevitable.103 It may not eliminate the challenges but may give 
women the ability to overcome them more effectively. The two internal factors 
addressed here are women’s feelings about work-life balance and the expectations 
women put on themselves regarding both the workplace and home life. 
The first internal factor is the most significant and perhaps the most impactful 
because it influences the decisions women make regarding their careers and personal 
lives. Unfortunately, this is an area in which women struggle because of the framework 
of society and the way women are expected to behave as mothers and career women. 
In particular, women in finance do not request what they deserve and neglect the 
possibility of pay increases and the importance of negotiating salaries in the aggressive 
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manner that many men do.104 Since women are viewed as primary caretakers, women 
who negotiate their salaries, even when deserved, are perceived as prioritizing their 
careers at the expense of their families. There are certain expectations that must be met 
in order for a woman to be considered a “good” mother with defining traits such as 
unconditional love, support, and being a good role model.  
By the same token, women experience guilt when they are unable to maintain 
family obligations due to their careers. Career success is measured by factors such as 
promotion, salary, and prestige. However, it is important to note that the elements of a 
successful career are measured by men who do not have the same family obligations. 
Society is such that women are the primary nurturers in families while men are the 
primary providers.105 This often absolves men of the obligations of family, freeing them 
to focus their attention and energy on their careers.106 Since men do not have the same 
influencing factors as women, it is unfair to hold women to the same standards for 
success.  
In addition to a woman’s feelings about work-life balance, another factor that can 
influence the ability to maintain a work-life balance is a woman’s perspective on her 
workplace and home life expectations. These expectations go hand in hand because of 
the way they are viewed in women’s minds. While professional and personal life 
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expectations are external factors, work expectations can also be considered as an 
internal factor because of the expectations women set for themselves. Many mothers in 
the workforce cannot control their working days or hours according to their own 
necessities.107 Since US society sets high standards for women, women have high 
expectations of themselves as well. Quite often, this means that women must meet their 
responsibilities without knowing how to succeed in the transformations that occur when 
attempting to find their balance between work and life.108 Since they must appear to be 
the perfect employee and perfect mother, they feel they cannot rely on support systems 
to do what is necessary. This places further pressure on women, which can only 
exacerbate feelings of guilt when they fall short, even though their expectations are self-
established. 
Arguments in Favor of the Possibility of Work-life Balance 
There are arguments that support the possibility for women to achieve a work-life 
balance. These factors are used to maintain the status quo rather than addressing any 
circumstances or factors that prevent women from achieving an effective work-life 
balance.109 Three arguments in favor of the possibility of a good work-life balance are 
an examination of gender comparisons, the legislative measures already in place, and 
progress toward gender equality. 
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One prominent argument that supports the ability to create work-life balance 
comes on the heels of discussions of feminism and gender equality in society.110 
Specifically, it is argued that if men are able to achieve a work-life balance, women 
should also be able to do so as well. Many argue that, in US society, legislative 
structures and societal norms are such that women can achieve whatever men can 
achieve. However, this argument does not specifically address work-life balance. 
Instead, it deals with women’s ability to be successful in their careers. Adding children 
as an element complicates the dynamic and potentially changes what women can 
accomplish. This is particularly true because men and women do not have the same 
obligations. While men and women may be able to achieve the same goals within a 
career path, it is unfair to make a direct comparison when differences in expectations 
regarding their roles as primary caregivers make the foundations on which the 
comparison is made unequal. 
In addition, it is argued that work-life balance can be achieved because of the 
legislative measures that have been put in place, such as the Equal Pay Act and the 
Civil Rights Act, which provide the opportunity for employees to combat discrimination 
through legal channels. This suggests that enforceable legislative actions help create an 
environment in which women are treated equally in the workplace. These are not the 
only legislative measures in place. In 2016, President Obama took steps to further 
protect women in employment, and the following statement was made: “On Friday, the 
Obama administration announced executive action that would require companies with 
100 employees or more to report to the federal government how much they pay their 
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employees broken down by race, gender, and ethnicity”.111 The goal of this order was 
intended to draw attention to the inequalities that contribute to the gender wage gap and 
improve the transparency in organizations to prevent discrimination against employees 
by gender, race, and ethnicity. Even though these legislative measures were intended 
to prevent gender discrimination, they do not address work-life balance.112 They simply 
serve to create equality within the workplace, but not outside of it. These provisions may 
help narrow the gender wage gap, but they do not create an environment in which 
women can better balance their personal and professional lives. 
Finally, it is argued that progress in feminism has helped society to be more 
accepting of women in the workforce and to be more accepting of the work-life balance 
they seek to attain as a component of that workforce. Since women are established in 
the workforce, and women in the workforce typically come with the possibility of family, 
organizations understand that accommodations must be made. However, 
accommodations for work-life balance are continually omitted in legislation and HR 
policies. Though there are anti-discrimination laws in place, the laws do not address 
work-life balance, which indirectly causes women to be discriminated against when they 
try to maintain a successful balance between these two elements in their lives.This is 
evident in the fact that the field of finance is considered a male-dominated industry 
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because of its long hours, inflexible working schedules, and the inability to consider a 
real work-life balance.113  
Arguments Against the Possibility of Work-Life Balance 
There are also several arguments opposing the possibility of achieving a work-
life balance. These arguments focus on the framework of society as a significant 
influential factor and that this must be changed in order for women to be able to achieve 
a work-life balance in today’s society.114 There are three principal arguments against the 
existence of a work-life balance. 
The first argument is that work-life balance is a myth. Many argue that it is simply 
impossible for women to successfully have both, families and careers, at least within a 
conventional context. Since society expects women to put all their efforts either into 
work or all their efforts into their families, it is deemed simply impossible to achieve both 
simultaneously; one must be sacrificed in order to achieve the other. The number of 
hours spent on work and related activities must be reduced by a third in order to make 
time available for domestic affairs.115 
Another reason for the difficultly in achieving work-life balance is the nature of the 
work environment in US society. A revolution in the workplace has already influenced 
millions of people and made them change their lives and establish new priorities. The 
workplace is frequently introduced as an irremovable “part of an extended 
                                                  
113. Ruth O'Brien, Bodies in Revolt: Gender, Disability, and a Workplace Ethic of Care (New 
York: Routledge, 2005), 14. 
 
114. Kerima Greene, "Work-life Debate: Can Women Have It All?" CNBC, July 07, 2014, 
accessed May 31, 2017, http://www.cnbc.com/2014/07/07/work-life-balance-can-women-have-it-all.html. 
 
115. "Women At Work," U.S. BUREAU OF LABOR STATISTICS, March 2017, 3, accessed May 
30, 2017, https://www.bls.gov/spotlight/2017/women-at-work/pdf/women-at-work.pdf. 
 
 55 
household”.116 Be that as it may, paid work is not an extension of the household; it is in 
fact a type of alienation from the household.117 
A career in finance grants the opportunity for women to challenge themselves, 
break barriers and stand out in a fast paced environment with fast results.118 Despite the 
opportunities that come with pursuing a career in finance, when women prioritize family 
over career, it results in not only in lower pay due to fewer hours worked, but also can 
be viewed as the employee as not having a mindset conducive to the highly competitive 
environment of the financial workplace.119 After all, if a colleague or competitor is 
working 60 hours a week to do the same job, a woman who works only 30 hours a week 
in order to care for family may be seen as being less dedicated to the career. 
Though women may want the same level of success as men, they may feel the 
need to remain in a comfortable position in their careers in order to maintain a balance 
between work and life without making a sacrifice in one or the other. In addition, when 
women pursue ambitious careers in finance, such as executive-level positions, they 
leave the field more frequently than in other fields. In the past 10 years, 141,000 women 
or 2.6% of female professionals, left the finance industry, while 389,000 men equal to 
9.6% of male workers, joined the industry.120 Even though this statistic does not address 
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executive-level positions, it does point to a trend of a declining number of women in 
finance suggesting a decline in executive-level positions as well.   
The second argument against an ability to achieve a work-life balance is the 
nature of how women achieve this goal. Actions must be taken to achieve a balance, 
and once achieved, that balance must be cultivated to be maintained. This once again 
speaks to the fact that if women want to be successful, they must be competitive.121 
This is particularly true in finance, which is highly competitive and male-dominated, and 
requires women to work harder in order to meet expectations and progress 
successfully. The same competitiveness that motivates women to be successful should 
be used to manage their work-life balance. Women either resign from their jobs 
because they are unable to be successful in their careers or they maintained their 
careers at the expense of their personal lives.122 
The third argument is the idea that career success may require sacrifices in 
family relationships or vice versa. In order to succeed in a profession, people need to 
think about the possibility of sacrificing something that is dear to them, including a 
balanced lifestyle, personal time, or sanity.123 There is an idea that one cannot have all 
of these things simultaneously, and many women continue to accept this fact and to 
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neglect their opportunities or choices just because they believe it is impossible to be 
successful at work and as a part of a family. 
Summary 
In general, this discussion demonstrates that despite many achievements having 
been made, people continue to face various discriminatory issues in the workplace. 
Women are often challenged to make a choice between being successful in their 
careers or focusing on their families. To have a child means to engage with several 
issues related to pregnancy, working hours, family responsibilities, and the distribution 
of tasks. Though there are many arguments in support and against the possibility of 
maintaining a work-life balance, women are free to decide whether they wish to struggle 
and achieve success in both a career and a family, or if it is enough to achieve success 
in one area and make a sacrifice in the other. 
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Recommendations 
The field of finance requires a strong foundation in education and experience, 
and being competitive is of central importance. As a rule, women need to be prepared 
to demonstrate their dedication to the career path in order to naviagate to an executive-
level position. Though the external and internal factors may be too substantial to 
overcome, there are several recommendations that can mitigate these obstacles. Two 
specific strides women can take to increase the likelihood of achieving a work-life 
balance are to set clear, realistic goals and rely on the available support systems. 
Women are permitted to make their choices and consider their own opportunities.124 
Still, women may have unrealistic expectations of unreasonably high salaries, longer 
paid maternity leave, and the possibility of short-notice annual leave. Therefore, it is 
possible to change the goals and make improvements regarding both available 
resources and personal values. Setting goals aligned with personal and professional 
satisfaction will ensure that those goals can work cooperatively rather than conflicting 
with each other. This can help overcome the barriers related to the competing needs of 
home and career. If the goals complement one another, women are more likely to 
achieve them, which helps facilitate a successful work-life balance. 
Though society often expects women to be perfect at home and work entirely 
independently, there are opportunities for women to rely on the support systems they 
have access to. “Across the board, senior executives insisted that managing family and 
professional life requires a strong network of behind-the-scenes supporters”.125 Just as 
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business relationships are essential for women to advance their careers, personal 
relationships are essential for women to have successful family lives. By allowing 
themselves to rely on their support systems, women can achieve their professional and 
personal goals without sacrificing as much as would be necessary to accomplish the 
same goals independently. 
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Conclusion 
The purpose of this thesis is to determine the impact of potential earning power 
and the navigation of work-life balance with a focus on a highly competitive field as 
executive-level women in finance126 Though current research and evidence suggests 
that a true work-life balance is impossible, it is likely that women will continue to try to 
accomplish as much as possible and create successful lives through a balance of 
career and personal life that simply works for them. 
In different historical epochs and various cultural contexts, the term “gender” has 
acquired different meanings in order to explain what it meant to be a man or a woman in 
a certain place and time.127 Family relations, business affairs, and even social justice 
depended on how people defined and determined gender. For example, gender was 
introduced as a type of lens to consider the changes that occurred in families and 
society and to bring into focus some aspects of family and work life.128  
This investigation shows that work-life balance entails certain kinds of limitations, 
which cannot currently be resolved. On the one hand, women want to succeed as 
financial and nursing professionals, develop their skills, and demonstrate their potential. 
They do not want to concede the notion that men have more opportunities or abandon 
the issue of gender inequality. On the other hand, some women find it necessary to be 
good mothers and partners and to form strong and happy relationships. Their desire to 
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care for and support their families may motivate them to consider integrating both their 
professional and personal lives to fulfil this aim.  
Taking this position into consideration, the discussion of work-life balance is 
unlimited, making it a concept difficult to define. The review of the literature 
demonstrates the possibility of women attaining a good work-life balance.129 However, 
the range of the discussion and the number of perspectives presented shows that any 
balance is fragile, with many arguing that work-life balance cannot be achieved. Certain 
sacrifices are difficult to avoid, because if a woman wants to be an executive in any 
sphere, whether in finance or nursing, a substantial amount of time must be spent at 
work. Finally, women, and their families, can be better supported if governments 
develop appropriate policies and programs that provide effective childcare and other 
facilities benefit them.  
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Limitations 
The main limitation of this research is the inability to compare working conditions 
available for women and men in different countries. Some attention was paid to Italy in 
order to show that the circumstances of US women are by no means the worst in the 
Western world, but that many European women regularly have to choose between 
pursuing work and having a family. The scope of this thesis includes the US population 
and the US government policies.130 It was necessary to focus on US women and the 
importance of work-life balance in order to narrow the scope of the work for a feasible 
case study. 
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Future Research 
This research could be expanded in several directions. First, it would be 
beneficial to focus on the racial differences that exist between women in the workplace 
in the US and in other countries.131 An examination of the dynamics of work-life balance 
within different fields and at different organizational levels would also be possible. Such 
approaches would help to investigate the chosen research hypothesis and identify 
additional factors that may or may not influence a woman’s ability to have a successful 
career and a family. Finally, this research would be improved by a consideration of 
geographical factors. In addition to countries such as Canada and Brazil, the example of 
Italy demonstrates that European countries serve as an effective comparison that 
should be further developed. 
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